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Documentation
Code Posting/Information FLA Principle of Monitoring, Obligation of Companies: 
Establish and articulate clear, written workplace 
standards.  Formally convey those standards to company 
factories as well as to licensees, contractors and 
suppliers. 
The code was posted only in English and Bahasa 
Malaysia at the guard house and designated office and 
production notice board. These posts are difficult for 
workers who are illiterate and for foreign workers (i.e., 
Indian and Indonesian) who are unable to communicate 
in English and Bahasa Malaysia.
visual inspection, record 
inspection
Factory to post the code of conduct (COC) in 
Bahasa Indonesia and Tamil.
10/31/2006 1) Indonesian workers should not have much problem 
understanding the code in Bahasa Malaysia (BM), 
because BM and Bahasa Indonesia (Indonesian 
language) are quite similar. 2) Indian workers (contract 
workers) from India can understand the Tamil 
language, so they do have problem understanding the 
code.
Smaller version of the COC has been posted in 
Bahasa Indonesia and Tamil.
request for the 
COC via email
Completed
Worker/Management 
Awareness of Code
FLA Principle of Monitoring, Obligation of Companies: 
Ensure that all company factories, as well as contractors 
and suppliers, inform their employees about the 
workplace standards orally and through the posting of 
standards in a prominent place (in the local languages 
spoken by employees and managers) and undertake 
other efforts to educate employees about the standards 
on a regular basis.
The workers said they are provided orientation training 
upon hiring. The training includes worker welfare, factory 
policy, and code of conduct. However, there is no 
continuous training on code of conduct awareness after 
the initial training; thus, the workers are not aware of the 
importance of Nike's Code of Conduct. 
worker interviews, 
document review
Have requested factory to conduct refresher 
training for workers on COC aspects.
4/17/2007 Will plan training for all employees twice a year for 
each employee on (a) Company Rules and 
Regulations, (b) Company Policies, and (c) Nike Code 
of Conduct.
Factory has conducted annual refresher training for 
workers in April 2007. On ESH aspect, workers are 
given daily briefing on workers' safety and on the 
importance of preserving safety at the work place. 
1) Annual Training 
Plan 2007 2) 
Employees' 
signatures on 
"Training 
Attendance 
Sheet"
Ongoing
Employment Records Employers will maintain sufficient hiring and employment 
records to demonstrate and verify compliance with this 
code provision.
Some of the employee’s personal 
files are without Employment 
Contracts.
The contract workers' files are 
kept by their agent and are not 
available at the factory.
document review; 
recruitment agent and 
management interviews
Have requested factory to file basic contract 
details of the contract workers. All briefing and 
trainings given to these workers are filed in 
their personnel files.
10/31/2006 Will check and update all personal files of company 
employees. Workers under agents are not actually 
staff; they are contract workers. We only keep their 
personnel details. Their employment details are 
handled by the agent, in accordance with the local law. 
Personnel files for contract workers have been 
created. Basic information on their contract with the 
agent is filed in this file. Direct information such as 
wages and medical benefits were not filed. These 
workers are not direct contract workers, but are 
contract workers through agent. The dealing is 
between management and agent on wages and other 
benefits. Have told management that such 
arrangement is not acceptable, but since Nike does 
not have orders at [Factory name], leverage is quite 
difficult. 
personnel files Ongoing
Other No written harassment 
or abuse policy 
established.
management interviews, 
document review 
Factory to implement the H&A policy. 
Socialize to workers and post it.
12/10/2007 Abuse and Harassment Policy is not a legal 
requirement under Malaysian laws. However, we will 
introduce this policy in 2007.
Factory has drafted a Harassment and Abuse Policy. 
It is still in early stages. It has not been approved nor 
signed off by top management. However, sexual 
harassment policy has been implemented. 
company policy Pending
Hiring Discrimination Practices: 
1
Employment decisions will be made solely on the basis 
of education, training, demonstrated skills or abilities. All 
employment decisions will be subject to this provision. 
They include: hiring, job assignment, wages, bonuses, 
allowances, and other forms of compensation, 
promotion, discipline, assignment of work, termination of 
employment, provision of retirement.
The application form used for 
recruitment of local workers 
required to provide information, 
such as race, religion, age and 
gender. 
Workers have no idea about this 
question and management 
stated that this information is just 
general information of the 
worker that they need to 
maintain in their personal file. 
document review; worker 
and management 
interviews
Have asked factory to implement the "Job 
interview" form and to use the application 
form; subsequently, if the worker is chosen to 
work at [Factory name]. The same finding 
were found during M audit in 2004.
12/10/2007 Such requirement in the Job Application Form for age, 
sex, race, religion is not against the local laws. It is 
also a very normal practice in Malaysia. That is why 
"workers have no idea about this question."
Factory is still using the old form. New interview form 
has not been created. However, according to workers 
and security guard, any local citizen who comes in to 
work, generally obtains employment at [Factory 
name]. Shortage of staff is a big issue at this factory. 
application form, 
personnel file
Pending
Hiring Discrimination Practices: 
2
Employment Act 1955 (Act 265), Section 
60 L.
Employment decisions will be made solely on the basis 
of education, training, demonstrated skills or abilities. All 
employment decisions will be subject to this provision. 
They include: hiring, job assignment, wages, bonuses, 
allowances, and other forms of compensation, 
promotion, discipline, assignment of work, termination of 
employment, provision of retirement.
Salary Voucher issued by *** to foreign worker who 
worked 7/6/06 and 7/8/06 show his basic is RM30/day x 
27 working days = RM 810 and Sunday OT was 2 times 
of the daily basic wage. However, for other foreign 
worker who worked 7/8/06 it showed his basic is RM 25, 
normal OT is RM 22 and he got full attendance 
allowance RM 30 and other allowance RM 11 (where it 
was not provided to the other worker). Whereas, local 
workers are given basic pay different from one to 
another as per their employment contract. E.g., In July 
and August 2006 for production workers: some got RM 
770, while others got RM 708 and RM 606. The local 
workers are eligible for attendance allowance RM 60 
and meal allowance RM 50, but these allowances are 
not provided to foreign workers.
document review, worker 
interviews
The salary payment to migrant workers who 
are contracted through agent differs from all 
other staff. Management has been told to 
adhere to the basic payment on OT, 
irrespective of the terms between agents and 
employers. 
12/20/2006 1) Salary and allowances paid to company's local 
workers are naturally different from those paid to 
contract workers because they are bound by different 
contracts of employment with different terms and 
conditions. 2) Even among local workers, basic salary 
is different between one another, depending on 
factors such as seniority of service, job grades, and 
promotions. 3) Total wages will be different among 
workers depending on number of days of attendance, 
number of days of shift work, amount of overtime etc. 
All those differences cannot be termed as a form of 
discrimination. 4) [Factory name], our agents, provide 
migrant workers. Basic salary for these migrant 
workers differs according to their contract, in 
accordance with MOU. 5) On allowance, [Factory 
name] provide all its' employees the same amount of 
benefits in the form of allowance. However, for 
contract workers from [Factory name], we pay certain 
fixed amount to them and we do not interfere with their 
Factory is still practicing paying a lump amount to 
agents and allowing agent to pay the salaries of the 
contracted migrant workers. Even though, by law, this 
is not illegal, as outsourcing is allowed in Malaysia, 
but it's against Nike CLS. Management wants the 
current contract with the agent to run its course, 
before requesting for change in the new contract. 
personnel files Pending
Other No written 
nondiscrimination policy 
established. 
management interviews, 
document review
Fire Safety: Health and Safety 
Legal Compliance
Fire Act 1988 (Akta Bomba), Section V, 
Clause 28 - required evacuation drill to be 
conducted at least once a year.
Employer will comply with applicable health and safety 
laws and regulations. In any case where laws and code 
of conduct are contradictory, the higher standards will 
apply. The factory will possess all legally required 
permits.
The factory has not conducted fire drill, first aid and 
evacuations since 2003.
management and worker 
interviews; document 
review
Fire drills and first aid training to be 
conducted.
10/20/2006 1) First Aid drill: The observation is correct; however, 
selected workers have been sent for First Aid training 
and certification. We have been doing this since 1998. 
2) Fire Drills and Evacuations: Our records show 
otherwise. The following are the dates that we 
conducted Fire Drill and Evacuation: 28/01/2003, 
21/10/2003, 30/01/2004, 08/02/2005, 07/03/2005
Fire drill and first training were performed, verified on 
10/20/06
record of activities 
of SHE 
Department
Completed, expect 
for first aid drill
Document Maintenance/ 
Accessibility
All documents required to be available to workers and 
management by applicable laws (such as policies, 
materical safety data sheets (MSDS), etc.) shall be made 
available in the prescribed manner and in the local 
language or language spoken by majority of the workers 
if different from the local language.
The MSDS for hardener (PP608A), paint (NP616A), etc. 
was not in the local language or understood by the 
workers.
visual inspection, record 
review
MSDS to be translated to the language of the 
workers.
12/31/2007 To add MSDS in Bahasa Malaysia. MSDS in Malay has been posted but not in other 
languages. There are migrant workers (Tamil) 
working at certain areas that uses chemicals. 
However, basic information on the chemicals very 
available for these Tamil workers. 
chemical records Done
Evacuation Procedure Fire Services Act 1988 (Act 341) All applicable legally required or recommended elements 
of safe evacuation (such as posting of evacuation plans, 
unblocked aisles/exits, employee education, evacuation 
procedures, etc.) shall be complied with and workers 
shall be trained in proper safety, first aid, and evacuation 
procedures.
Emergency light is not functioning at the chemical store. visual inspection Emergency light to be repaired or replaced. 10/31/2006 Will be rectified immediately. Completed, verified on 10/20/06 visual display Completed
Safety Equipment Fire Services Act 1988 (Act 341); 
Factories and Machinery Act 1967 
(Safety, Health and Welfare) Regulation 
1970
All safety and medical equipment (such as fire fighting 
equipment, first aid kits, etc.) shall be in place, 
maintained as prescribed and accessible to the 
employees.
1) Fire extinguishers number B4, B17, B25, F7, etc. and 
at stamping areas are not easily accessible and are 
blocked by the plastic container, cleaning tools, trolley, 
etc. 2) There are 2 units of first aid boxes blocked by 
the plastic box, tray, etc.
visual inspection All blocked area to be cleared and work place 
to be cleared of obstructions of such items all 
the time.
10/31/2006 Completed, verified on 10/20/06 visual display Completed
Personal Protective Equipment 
(PPE)
Factories and Machinery Act 1967 
(Safety, Health and Welfare) Regulation 
1970; Factories and Machinery (Noise 
Exposure) Regulation 1989; Occupational 
Safety and Health (Use and Standards of 
Exposure of Chemical Hazardous to 
Health) Regulation 2000
Workers shall wear appropriate protective equipment 
(such as gloves, eye protection, hearing protection, 
respiratory protection, etc.) to prevent unsafe exposure 
(such as inhalation or contact with solvent vapors, noise, 
dust, etc.) to hazardous elements including medical 
waste.
1) The worker who works under the master batch 
platform did not wear any suitable safety helmet. 2) 
Workers are not wearing any suitable earplugs when 
performing work in high noise areas, such as center less 
areas, canon testing room, etc. Also, workers at 
kneading did not wear any suitable respirator and safety 
glass. 3) PPE sign board was not posted for the high 
noise (above action level -85dB) areas, such as air 
compressor room, center less area, and liquid horning 
area. 4) Laboratory workers are not provided with 
approved safety goggles and appropriate clothing to 
prevent skin contact while handling chemical (IEC 
phosphate reference detergent B) as per MSDS 
provided by the supplier.
visual inspection, record 
review
SHO to do hazard identification and ask 
supervisor to monitor the workers wearing 
PPE.
10/31/2006 1) Hazard identification by our safety members did not 
require the worker to wear safety helmet at this place. 
2) Worker not wearing PPE is a matter of 
enforcement. Management will issue memo to 
individual workers and sign by them that they must 
wear PPE. Will advise supervisors to always check on 
this matter. 3) PPE signage for high noise area - air 
compressor room is not required as per our CHRA 
report. Centerless and Liquid Horning high noise 
signage has always been there. 4) As per no. 2 above.
Hazard identification has been completed. Tighter 
control on workers usage of PPE. (Verified on 
4/4/07)
documents, visual 
display
Completed
Chemical Management Environmental Quality (Schedule Waste) 
Regulations 2005
All chemicals and hazardous substances should be 
properly labeled and stored in accordance with 
applicable laws.  Workers should receive training, 
appropriate to their job responsibilities, in the safe use of 
chemicals and other hazardous substances.
There is not proper labeling for schedule waste in the 
engineering room such as SW 306 as per third 
schedule, the second schedule (notification to DG) also 
not available as well as seven schedule (schedule waste 
information) still yet to be prepared.
visual inspection, record 
review
To ensure Engineering room does not have 
scheduled waste storage.
10/31/2006 Engineering room (workshop) is not a place for 
scheduled waste storage. We did have a designated 
area for SW306 i.e. at the schedule waste store. 
Therefore, we have given a notice to Engineering 
Section not to locate or standby any SW306 at the 
workshop.
All SW306 has been moved to the designated 
storage area. (Verified 4/4/07)
visual display Completed
Other Environmental Quality (Sewage and 
Industrial Effluents) Regulations 1979; 
Environmental Quality (Clean Air) 
Regulations 1978; Factories and 
Machinery (Notification, Certification of 
Fitness and Inspection) Regulations 
1970; Electricity Regulations 2003; 
Occupational Safety and Health 
(Notification of Accident, Dangerous 
Occurrence and Dangerous Diseases) 
2004; Factories and Machinery (Noise 
Exposure) Regulations 1989
All production machinery and equipment shall be 
maintained, properly guarded, and operated in a safe 
manner.
1) Wastewater treatment plant did not install any effluent 
meter and recording as per approval by the Director 
General of the Department of Environment. 2) There are 
20 units of local exhaust ventilation still yet to conduct 
any air emission monitoring. 3) All 1P and 2P air 
compressors in compressor room are without any 
installation permits. 4) All 4 units of boilers, the 
certificate of fitness and inspection are expired on 
23/08/2006 and were not renewed. 5) The generator 
was without any installation permit from relevant 
authority. 6) The accident that happened on the 
28/10/2005 to one of the workers who was burned by 
the hot steam and was on MC for 51 days was not 
informed to the authority (Department of Safety and 
Health). 7) The initial noise exposure monitoring still yet 
to be conducted for canon testing room. 8) Training and 
educational program for all employees exposed to 
noise level at or above the action level 85dB is still not 
yet to be conducted.
visual inspection, record 
review, SHE Manager 
interview
To install effluent meter, carry out air emission 
monitoring. To obtain installation permit for air 
compressors, generator and certificate of 
fitness for boilers. To conduct noise exposure 
monitoring and to report all accidents to 
DOSH and keep track of accidents. To 
conduct all relevant trainings to workers.
12/31/2007 1) Has been installed and recorded as per DOE 
requirement. 2) Air emission monitoring to be carried 
out by end of February 2007. 3) We will obtain 
approval from DOSH by end of March 2007. 4) Two 
units have already undergone inspection by DOSH, but 
certificate is pending and the other 2 units will be 
scheduled for inspection by DOSH on November 20, 
2006. 5) Same as no. 3 above. 6) In future we will 
make sure to report accidents as required by law. 7) 
We will conduct noise monitoring at this section by end 
of December 2006. 8) We will conduct the training and 
educational program by end of March 2007.
1) Effluent meter installed. 2) Air emission monitoring 
carried out, report not available yet. 3) All boilers have 
gone through certificate of fitness. 4) Approval still 
pending for compressors and generators. However, 
DOSH office has been informed. (Verified on 
4/4/07.)
Still pending on noise monitoring and trainings for 
workers. However, daily safety briefings are carried 
out. 
records, 
documentations
Pending
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger than the 
age for completing compulsory education in the country of manufacture where such age is higher than 15.
4. Harassment or Abuse
5. Nondiscrimination
6. Health and Safety
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or verbal 
harassment of abuse.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, termination or 
retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or social or ethnic origin.
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked with, or 
occurring in the course of work or as a result of the operation of employer facilities
7. Freedom of Association and Collective Bargaining
1. Code Awareness
3. Child Labor
Nike, Inc.
205
2. Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise.
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Other There was no policy of 
freedom of association 
published and workers 
interviewed informed 
that they have not been 
told of their freedom of 
association.
visual inspection, worker 
interviews
Factory to implement FOA policy. 12/31/2007 Such a written policy is not a legal requirement under 
local laws. 
The management has not done anything on this 
issue. They need prodding from their top 
management in Japan.
company policy Pending
Overtime Limitations Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular 
work week in such country plus 12 hours overtime; and 
(ii) be entitled to at least 1 day off in every 7-day period. 
An extraordinary business circumstance is a temporary 
period of extra work that could not have been anticipated 
or alleviated by other reasonable efforts.
The workers overtime and working hours recorded in 
their time card exceeded 60 hours/week. E.g. Employee 
#1360 on 7/8/06-13/8/06, total working hours/week 
recorded in time card at least 80 hours, including 33.5 
hours OT.  2 Indian foreign workers worked 21/8/06-
27/8/06, total working hours/week recorded in the 
attendance sheet were 84 hours respectively, including 
8 hours on rest day. Excessive hours found in May, 
June, July and August and the departments/ sections 
which worked excessive hours are production and QC 
Inspection.
document review, visual 
inspection, worker 
interviews 
Factory to follow the Nike CLS and to 
implement OT policy.
12/31/2007 1) We will continue with practices which are allowed 
and legal under the local labor laws: (a) Weekdays 
normal working time maximum 48 hours per week; (b) 
Overtime maximum 104 hours per month. (c) Working 
(overtime) on Rest Days and Public Holidays is also 
allowed by the local labor laws as long as appropriate 
overtime wage is paid. Such "overtime" is not included 
in the definition of "104 hours" limit mentioned above. 
2) In our case, overtime is voluntarily done by the 
workers as evidenced from the "Overtime Request 
Form" signed by the employees. 3) Management will 
look into ways to control the OT situation by doing shift 
work, deploy existing manpower, hire new staff or do 
work rotation. 4) Migrant workers' are under [Agent 
name], we do not have jurisdiction over then. However, 
we will talk with agent on improving the situation.
Overtime policy has been implemented. (Verified on 
4/4/07) Work hours is still an issue. 
1) refer to 
Malaysian  
Employment Act 
1955; 2) refer to 
the "Overtime 
Request Form"
Pending
Overtime Limitations Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular 
work week in such country plus 12 hours overtime; and 
(ii) be entitled to at least 1 day off in every 7-day period. 
An extraordinary business circumstance is a temporary 
period of extra work that could not have been anticipated 
or alleviated by other reasonable efforts.
Due to the production schedule being tight and cleaning 
of evaporator tank needing to be performed during 
production off, some of the workers work consecutive 7 
days without day off. 2 contract workers working on 
Sundays dated 25/6/06, 16/7/06, 27/8/06 and they are 
working on his rest of the 6 days without rest. The 
production and inspection workers also work on Sunday 
consecutive without rest e.g. employee #0057 on 
30/7/06, employee #1545 and employee #1566 on 
25/6/06, employee #1252 on 9/7/06. 
document review, visual 
inspection, worker 
interviews 
1 day off in 7 is to be practiced. Adherence to 
Nike CLS.
12/31/2007 1) We will continue with practices which are allowed 
and legal under the local labor laws; (a) Weekdays 
normal working time maximum 48 hours per week; (b) 
Overtime maximum 104 hours per month; (c) Working 
(overtime) on Rest Days and Public Holidays is also 
allowed by the local labor laws as long as appropriate 
overtime wage is paid. Such "overtime" is not included 
in the definition of "104 hours" limit mentioned above. 
2) In our case, overtime is voluntarily done by the 
workers as evidenced from the "Overtime Request 
Form" signed by the employees. 3) Management will 
look into ways to control the OT situation by doing shift 
work, deploy existing manpower, hire new staff or do 
work rotation.
Still not practicing 1 day off in 7. 1) refer to 
Malaysian  
Employment Act 
1955; 2) refer to 
the "Overtime 
Request Form"
Pending
Legal Compliance with 
Protected Workers
Employment Act 1955 (Act 265); 
Employment Regulations 1970
The factory will comply with all applicable laws governing 
work hours, including those regulating or limiting the 
nature and volume of work performed by women or 
workers under the age of 18.
Female workers are working night shift from 11pm till 
7am as shown on their time card and they also are told 
that the company arranged for them to work night shift 
and allowed them to work OT at night. The night shift 
female workers are e.g., employee #1171 (7/8/06-
12/8/06); employee #1287 (31/7/06-4/8/06) and 
employee #1327 (8/8/06-12/8/06). Upon asking the 
management for the letter of approval from the Director 
General (local authority) to allow the female workers 
work night shift, however, the management said that they 
do not have the letter.  
document review, visual 
inspection, worker 
interviews 
To stop female workers from working night 
shift until approval is obtained and to obtain 
approval from Department of Labor.
10/31/2007 Will request the official approval from the Department 
of Labor.
Approval given by Department of Labor. Approval dox. Pending
Miscellaneous
8. Wages and Benefits
Employers will recognize and respect the right of employees to freedom of association and collective bargaining.
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at least 
the minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally mandated benefits.
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours per 
week and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture or, where 
the laws of such country will not limit the hours of work, the regular work week in such country plus 12 hours overtime; and (ii) be entitled 
to at least one day off in every seven day period.
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium rate as 
is legally required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least equal to their 
regular hourly compensation rate.
9. Hours of Work
10. Overtime Compensation
2
